The purpose of this study was to explore similarities and dissimilarities between perceptions of effective and ineffective managerial behaviour observed in private and public sector organisations in Argentina and Mexico respectively. The results of a qualitative cross-case/cross-nation comparative analysis of findings obtained from two emic replication studies of perceived managerial and leadership effectiveness previously carried out by the authors suggest that in both countries effective managers are perceived as those who are: 'fair', 'flexible', 'caring about employees' and 'understanding of their personal needs', and who 'make sure they have good working conditions', 'provide reward and recognition', 'monitor performance', 'encourage professional development', and 'take into account the suggestions of employees'. These findings support those who theorise about the existence of a universal set of managerial behavioural practices that are effective and ineffective across countries.
Introduction
The role that Latin America is playing in the global economy is significant. An example of this is the level of inflows of Foreign Direct Investment (FDI) to the Latin American region compared to other regions of the world. According to the Economic Commission for Latin America and the Caribbean (ECLAC, 2015) the flows of FDI to Latin America and the Caribbean reached $159 billion in 2014. Particularly relevant to the Latin American economy is the role of Mexico and Argentina which are the second and third largest economies in the region, respectively. The commercial relationship between the two countries became predominantly important in the last decade. An example of this is the increase in the commercial trade between Argentina and Mexico from 2004 to 2014 going from $1.6 to $2.3 billion dollars, representing more than a 40% increase (Camara de Comercio Mexico-Argentina, 2013) . This increase could be attributed to different factors such as Mexico looking to expand commercial relationships with other regions of the world to become less dependent on the US economy.
However, regardless of what has motivated closer economic relationships between Mexico and Argentina, we suggest these expanding commercial relationships call for a better and richer understanding of management and leadership practices in these countries. As Addis (2003) argues, effective managers have a positive impact on the competitiveness of the organisation because of their capacity to influence the performance of employees and consequently the performance of the organisation. Similarly, Ireland and Hitt (2005) suggest that managers at different managerial levels can, by using effective leadership practices, make organisations more competitive to face the challenges of globalisation. These views support Rausch (1999) who claimed that "no matter what the organization's activity, or country, the better the decisions of its managers and leaders, the more likely that the organization will thrive" (p.1).
Despite the relevance that Argentina and Mexico play in the global economy, the majority of management and leadership related research has been focused on countries in North America (mainly the USA) and Western Europe (mainly the UK), as reported by Hernandez-Romero (2010) . However, as we have discussed elsewhere (see Ruiz et al., 2016) , although US management research is assumed by many researchers to be universally applicable, its relevance and transferability to non-US cultures has been brought into question by numerous writers including Tsui et al. (2007) . Echoing their views, we have also suggested elsewhere that there have been strong arguments for indigenous studies of management and leadership in non-Western countries, and for cross-case and cross-nation organisational behaviour and managerial behaviour research (see Ruiz et al., 2014) . However, since the 1980s there has been a dearth of managerial behaviour research in general, and of specific studies into the issue of 'managerial effectiveness' and 'leadership effectiveness' in particular (Cammock et al., 1995; Noordegraaf and Stewart, 2000; Yukl et al., 2002) . Author 2 has previously addressed some of these gaps: (i) by conducting with various co-researchers a cumulative series of emic replication studies of perceived managerial and leadership effectiveness within public and private sector organisations in the United Kingdom (see for example Hamlin and Bassi, 2008; Hamlin and Sawyer, 2007; Hamlin and Serventi, 2008) , and (ii) by conducting with Author 1 equivalent indigenous emic replication studies in Argentina (Ruiz et al., 2016) and Mexico (Ruiz et al., 2013; Ruiz et al., 2014) , respectively.
The present cross-case/cross-nation comparative study builds upon and extends this past emic replication managerial behaviour research in Latin America by addressing the following central
question: To what extent are the identified perceptions of managers and non-managerial employees within public and private sector organisations in parts of Argentina and Mexico concerning 'what behaviourally differentiates effective managers from ineffective managers', either similar or dissimilar?
The remainder of this paper is structured as follows. First, we discuss those areas of the relevant literature that have had a direct bearing on our research design. We then describe the research methodology and data analysis methods that we deployed. This is followed by a presentation and discussion of the results and their implications for practice. We conclude the paper with a discussion of the limitations of the study, some suggestions for further research and several concluding comments.
Before proceeding further it is important to note that, as with the empirical source studies from which we have obtained our empirical data, the term 'managerial behaviour' refers to both 'manager behaviour' and 'leader behaviour'; the term 'managerial and leadership effectiveness' refers to the behavioural effectiveness of managers in performing their everyday tasks of managing and leading people (see Ruiz et al., 2013) ; and the word "leadership" used throughout the paper refers to the everyday "supervisory leadership" (House and Aditya, 1997) as performed by most if not all managers at all levels within organisations, and not to House et al.'s (2004) conceptualisation of "strategic leadership" as performed additionally by top/general managers and other organisational leaders.
Review of literature
In our literature review we first focus on past effectiveness-related management and leadership research conducted in Mexico and Argentina. We then outline theories that guided our study, and conclude with a statement of its purpose and the specific research questions that we addressed.
Research on managerial effectiveness and leadership effectiveness in Mexico
We have found no indigenous Mexican research which focuses specifically on managerial and leadership effectiveness related issues. However, there has been considerable research on the national culture of Mexico from which it has been suggested that certain types or styles of managerial and leadership practice may be required for managers to be effective in managing and leading Mexican employees. The influence that national culture has on leadership and management has been the focus of much discussion in the mainstream management literature. For example, according to Haire et al. (1966) attitudes towards leadership styles are impacted by leaders' nationalities. Brodbeck et al. (2000) suggested that familiarity with the national cultures of followers is important in order for leaders to be perceived as effective. Scholars such as House et al. (2004) and Zhu (2007) have also argued that national culture interacts with leadership both at the societal and individual levels, whilst Luthans and Doh (2012) claim that culture can affect managerial attitudes and managerial ideologies, all of which suggests that cultural differences influence the way that management should be conducted in terms of how managers should behave and thus their behavioural effectiveness. Hofstede's (1980) cross cultural findings on Mexico indicate that Mexicans score high on 'power distance', which suggests they prefer to follow blindly the orders of their superiors (Luthans and Doh, 2012) and that to be effective managers in Mexico should be distant and directive in the way they interact with their subordinates. A high score on this dimension indicates that Mexicans generally follow orders and that obedience is an expected behavioural norm, thus suggesting they feel comfortable with authoritarian managers. Indeed, some researchers have categorised the Mexican management style as autocratic (Dorfman and Howell, 1997; Stephens and Greer, 1995 ). Hofstede's research also indicates that Mexicans are highly 'collectivistic' which means that they have a tendency to want to belong to groups, and that people look after each other in exchange for loyalty (Luthans and Doh, 2012) . This finding suggests that effective employers should take care of their employees in exchange for loyalty. However, in contrast with Hofstede's findings, Tompennars and Hampden-Turner (1998) found Mexicans to be highly 'individualistic'. This suggests that employees in Mexican organisations may be more motivated to work individually rather than in groups, and therefore take individual responsibility for their actions.
According to Hofstede (1980) Mexicans score high on 'masculinity'; and Luthans and Doh (2012) claim that people in countries that are high on this dimension place great importance on recognition, advancement, and earnings. This suggests that to be effective in Mexico managers should take into account that Mexicans may be motivated by reward and recognition. Hofstede's research also found that Mexicans score high on the cultural dimension of 'uncertainty avoidance' which indicates a high need for security. This finding suggests that Mexicans may be risk averse and that they may prefer clear rules over ambiguity. Najera (2008) explored the implications of Hofstede's cultural dimensions using data obtained from a sample of 75 lower-level production workers randomly selected from five maquiladora plants in Mexico. He found that 'being respected by the managers', 'receiving appreciation and recognition', 'creating a congenial working environment', and 'showing flexibility' are considered important factors by employees in Mexico. Furthermore, Davis and Nayebpour (2004) found that Mexican workers value work, training, and education over leisure activities; these researchers claimed that managers looking to motivate Mexican employees need to understand these values and take them into account.
The GLOBE (Global Leadership Organizational Behaviour Effectiveness) study, which focused specifically on the 'strategic leadership' performed by outstanding general managers of organisations within the Mexican food processing, financial services and telecommunications services industries, provides other insights into the type of leadership [albeit organisational leadership] required to be effective within Mexican organisations (House et al., 2004) . The findings of this study indicate that effective general managers in Mexico are likely to be 'achievement oriented', 'team players', 'decisive', 'competent', and 'inspiring' which we suggest are behavioural characteristics that they would wish to see manifested by their subordinate managers also. Conversely, behaviours such as being 'malevolent', 'self-centred', a 'face saver', 'autocratic', and 'non-participative' could potentially inhibit top managers in organisations from manifesting outstanding strategic/organisational leadership (see also Ogliastri et al., 1999) .
Even though these previous culture-related and leadership-related studies suggest that certain managerial behaviours may be effective [or less effective] in Mexico, they do not directly and specifically address the topic of 'managerial effectiveness' or 'leadership effectiveness'. In fact, the only studies that we know of which address specifically the topic of managerial and leadership effectiveness in this Latin American country are the previously cited studies that we and our co-researchers have conducted. The findings from these inquiries suggest that effective managers in the South Eastern region of Merida in Mexico: (i) care about customer service; (ii) make recommendations for work improvement, and demonstrate they are good at solving problems; (iii) actively support their employees; (iv) show care and concern for their employees by being sensitive to and understanding of their personal and family needs; (v) actively encourage employees to develop themselves; (vi) involve employees by taking into account their ideas and suggestions when making decisions; and (vii) communicate and consult well by actively listening to their employees.
Research on managerial effectiveness and leadership effectiveness in Argentina
Similar to Mexico, managerial and leadership effectiveness-related research in Argentina is also very limited. However, there have been international studies which suggest that certain managerial practices could be more effective than others based on cultural factors. For example, Hofstede (1980) found that Argentinean people scored high on the 'uncertainty avoidance' dimension which suggests they feel comfortable with rules, and that they have low tolerance for risk. It also suggests that they prefer managers who give clear instructions. Additionally, Argentinean people scored middle on the 'power distance' dimension which suggests Argentinean workers may not blindly follow orders, and that they may feel comfortable with participative managers. However, Aimar and Stough (2007) claim that lower level employees avoid expressing conflicting ideas; and superiors are not normally questioned about their decisions. Hofstede's findings on 'collectivism' indicate that connections are important in Argentina. Individuals tend to rely more on people they know rather than on strangers; and as Aimar and Stough (2007) found, relationships may be more relevant to Argentineans than institutions, laws, or regulations. In addition, Argentineans place great value on earnings, recognition, material things, and advancement (Hofstede, 1980) . However, in sharp contrast to Hofstede's research, Trompenaars and Hampden-Turner's (1998) findings indicate that Argentineans are more 'individualistic' than 'collectivistic' which suggests they may prefer to accomplish things alone and assume personal responsibility. These researchers also claim that Argentineans are achievement oriented which means that status in the workplace is based on performance.
As with the case of Mexico, the GLOBE study (House et al., 2004) provides insight into effective organisational leadership in Argentina, the findings of which suggest that the most outstanding general managers in private sector organisations are those who are 'team oriented', 'charismatic', 'participative' and 'human oriented'. Conversely, the GLOBE research suggests that leader behaviours such as being 'self-protective' (selfcentred, status-conscious, conflict inducer, face saver, and procedural) and 'autonomous' (independent, individualistic, and self-centric) could potentially inhibit outstanding strategic/organisational leadership being exhibited by general managers in this Latin American country (Center for Creative Leadership, 2014) .
We have found no specific indigenous studies of 'managerial effectiveness' or of 'leadership effectiveness' within Argentina except the one that we conducted with a native Argentinean co-researcher (Ruiz et al., 2016) . We explored the perceptions of managers and non-managerial employees about effective and ineffective managerial behaviour as observed within a diverse range of private companies and public sector organisations in Cordoba, the second most populous city in Argentina. Our findings suggest that effective Argentinean managers (i) are approachable, flexible and understanding of employees' needs and problems; (ii) are fair decision makers and take into considerations employees' suggestions as well as supporting employees when they make decisions; (iii) are good motivators by providing rewards and recognition as well as creating a friendly and respectful work environment; (iv) care about employees doing a good job by supporting, providing guidance, professional development and recommendations for work improvement, and by making sure they have all the resources necessary to do their work; and (v) are concerned about the image of the company by making sure employees provide excellent customer service.
As previously mentioned, our present study extends the findings of our emic empirical replication research into the issue of perceived managerial and leadership effectiveness within Argentina and Mexico respectively.
Theoretical background
The theory that guided our study and also the source studies from which we obtained our empirical data is known as the multiple constituency model of organisational effectiveness, which Tsui (1990) has used to examine the issue of managerial effectiveness at the human resource subunit level. According to 'multiple constituency' theory, managers and leaders perform in organisations (social entities) that are comprised of different stakeholders (e.g. subordinates, peers, and superiors) who have their own expectations about the behavioural performance of managers (Tsui, 1990) . The perception that subordinates, peers, and superiors have about their own and other managers' manifested behaviour defines the reputational effectiveness of those managers (Tsui, 1984) . These perceptions can then affect in a positive or negative manner the actual performance of managers as measured against objective output standards (Tsui and Ashford, 1994) . For example, if peers and subordinates perceive that their manager is effective and performing well, then they will more likely be willing to collaborate with him or her. Conversely, if subordinates perceive a manager's performance is ineffective then this could lead to problems with them failing to follow the manager's leadership willingly. Furthermore, if a manager's colleagues perceive him or her to be ineffective, then they may be less willing to share information or to collaborate with them. Guided by the 'multiple constituency model of effectiveness', the research design of our prior emic replication studies that have provided the empirical source data for this current study, involved exploring managerial and leadership effectiveness as perceived by both managers and non-managerial employees.
Purpose of the study and specific research questions
The purpose of the study was to identify similarities and differences between previously identified perceptions of effective and ineffective managerial behaviour as manifested and observed within private companies and public sector organisations in Argentina and Mexico respectively. We addressed the following specific research questions:
1 What are the similarities and differences between the perceptions of Argentinean and Mexican managers and non-managerial employees about effective managerial behaviour?
2 What are the similarities and differences between the perceptions of Argentinean and Mexican managers and non-managerial employees about ineffective managerial behaviour?
Research methodology
For our cross-case/cross-nation comparative study we adopted the concept of empirical generalisation replication (Tsang and Kwan, 1999) , and the derived etic approach to applied research (Berry, 1989) which is based on "multiple cross-case analysis" and "replication logic" (Eisenhardt, 1989) . As Berry claims in the field of applied psychology, using a combined emic-etic approach involving a common methodology to explore the same phenomena in a variety of contexts is considered appropriate to reach valid derived generalisations.
Empirical source data
The empirical source data used for this study were obtained from our two aforementioned emic replication studies of perceived managerial and leadership effectiveness in Argentina (Ruiz et al., 2016) and Mexico (Ruiz et al., 2013) . Therefore, we had access to all the raw data and findings generated by these inquiries which, in part, replicated Author 2's (Hamlin, 1988) original 'critical incident' managerial behaviour study conducted within UK state secondary schools, and also of his three subsequent replication studies cited earlier in this paper. The common subject focus and details of our two source studies are shown in Table 1 . 
Research methods used for our empirical source studies
We used Flanagan's (1954) critical incident technique (CIT) to obtain concrete examples (critical incidents-CIs) of effective and ineffective managerial behaviour. The CIs were collected from purposive samples of managers and non-managerial employees. Prior to a CIT interview taking place, each participant was told the purpose of the research, how the CIT interviews were going to be conducted, and the meaning of different terminology such as 'critical', 'incident', 'critical incident', and effective and ineffective managerial performance. The face to face CIT interviews typically lasted for 60-90 minutes, during which time the interviewee was asked to describe up to a total of 10 critical incidents (CIs) that s/he had personally observed within the past 6-12 months. The CIs could relate either to behaviour exhibited by managers above, at the same level, or below them in the organisational hierarchy. Those CIT informants who were in management roles were not allowed to offer critical incidents based on their own managerial practice. Because of the strict code of anonymity informants were asked not to reveal the identity of the manager whose behaviour they were describing. For each CI the researcher posed and strictly adhered to three standard questions, as follows: (i) What was the background situation, circumstance or context that led up to the critical incident you have in mind? (ii) What and in what way exactly did the subject (the manager you observed) do/say or not do/say that was either effective or ineffective? and (iii) What was the specific result or outcome of the critical incident that you have described and on reflection, why do you perceive/judge this to be an example of 'effective' or 'ineffective' managerial behaviour/ managerial performance? The collected critical incidents were subjected to open and axial coding in order to group them into behavioural categories based on their similarity in meaning. Following the clustering of the CIs, behavioural statements (BSs) were formulated to reflect the meaning held in common with the critical incidents (n=3 to 12 CIs) constituting each behavioural category. The empirical source data used for the present study were the sets of effective and ineffective BSs that resulted from the Argentinean and Mexican replication studies. As can be seen in Table 1 , the number of CIT informants interviewed was 42 and 35 for Argentina and Mexico respectively; they were drawn from a diverse range of organisations located in Cordoba, Argentina (20 private companies;12 public sector organisations), and in Merida, Mexico (3 private companies; 3 public sector organisations). Of the 42 participants in Argentina, 11 were non-managerial staff and 31 were managers. In the case of the Mexican participants, 10 were non-managerial employees and 25 were managers. The number of CIs collected was 302 and 318 for Argentina and Mexico respectively; the number of BSs derived from the analysed CIs was 69 for Argentina and 33 for Mexico.
Data analysis
We conducted at the semantic level of analysis (Braun and Clarke, 2006 ) a deductive and inductive cross-case/cross-nation comparison of the respective BS data sets deduced by our Argentinean and Mexican emic replication studies. First, we used open coding to identify the salient unit of meaning (concept/code) of the BSs, and then axial coding to group those that were the same, similar, or congruent in meaning (Flick, 2009; Miles and Huberman, 1994) . Sameness was found when the phrases or sentences of two or more BSs were close enough to be considered identical or near identical. Similarity was found when the sentences or phrases were different but the respective meanings of the BSs were the same. And finally, Congruence was found when an element of sameness or similarity was present in the meaning of the phrases and/or key words used to describe the BSs. Examples of sameness, similarity, and congruence are provided in Table 2 . 
Congruence Congruence
Monitors the performance of employees (and of self) and takes action to maintain or improve it and/or to address identified sub-standard behaviour
Makes recommendations for work improvement
Ensuring the trustworthiness of our findings
This was achieved through a process of investigator triangulation (Easterby- Smith et al., 1991) whereby each of us conducted an independent comparative analysis. Where discrepancies were found between our respective interpretations and analyses, these were resolved through critical discussion.
Results
Our comparative analysis of the two BS data sets revealed that a significant number of the BSs were near identical or similar in substantive meaning. As can be seen in Table 3 , 16 out of the 32 juxtaposed 'Argentinean' positive (effective) BSs are convergent in meaning with 12 of the 15 'Mexican' BSs. Similarly, 21 of the 37 'Argentinean' and 12 of the 18 'Mexican' negative (ineffective) BSs are convergent in meaning. However, as can also be seen in Table 3 , 16 and 3 of the respective Argentinean and Mexican positive BSs, and 16 and 6 of the respective negative BSs appear to be divergent in meaning and thus perhaps country-specific. "We always arrive very early, so we have time to have breakfast there at the office. When he arrives early too, he always joins us. We all have breakfast together and then we start working which is good because it promote[s] socialisation among us. It is also good because he is there with us sometimes and that reinforces [our] team spirit." "It is incredible how, at the end of the year celebration, he always has a "perfect word" for everybody. Very encouraging. We always wait for this, because he can pick up on things we do not even know we do." Furthermore, from the 'Mexican perspective', managers are also perceived effective when they: work hard and are ready to cooperate with employees whenever it is needed; are effective problem solvers, and when they do not make employees feel bad in front of others.
The following participant's comments exemplify the perspective of Mexicans about managerial and leadership effectiveness: "The manager supports the existing personnel by doing extra work to cover the excessive workload." "The manager solved the conflict in an effective manner. The manner in which he talked to the 2 employees was very respectful. The manager explained how the conflict would affect the entire department. The manager asked the 2 employees for suggestions on how to solve the conflict."
Conversely, managers are perceived ineffective by both Argentinean and Mexican managers and non-managerial employees when they fail to exhibit the type of positive (effective) managerial behaviours outlined above, but also when they: i) treat employees unequally, favouring some employees over others; ii) exhibit rude behaviour and ridicule employees in public; iii) avoid or ignore problems affecting employees; iv) fail to communicate important information; v) 
Discussion and study implications
Our cross-case/cross-nation comparison of the Argentinean and Mexican behavioural statements (BSs) reveals that there are more similarities than differences, with 59.57% (n=28) of our combined 'Argentinean' and 'Mexican" positive (effective) BSs, and 60.00% (n=33) of our combined negative (ineffective) BSs being respectively congruent in meaning. Overall, 59.80% (n=61) of these positive and negative BSs are convergent in meaning which suggests that, in the main, managers and non-managerial employees in certain regions of Argentina and Mexico perceive managerial and leadership effectiveness in a similar manner.
Another significant finding of our study relates to the differences found between the Argentinean and Mexican perceptions about what behaviourally differentiates effective from ineffective managers. Argentineans additionally emphasise the need to: (i) show employee appreciation not only by paying them well but also by creating good working environments; (ii) stress the importance of personal and the company's image, and (iii) provide clear communication of expectations and give clear direction to employees; whereas effective managers in Mexico are characterised as those who are: (i) effective at problem solving, and (ii) team players. Furthermore, whereas Argentinean managers additionally characterise ineffective managers as those who are: (i) authoritarian and not inclusive of employees' suggestions; (ii) lacking in communication and organisation skills; and (iii) self-serving and nepotistic; ineffective managers in Mexico are identified as those who are: (i) rigid and inflexible about employees' mistakes; (ii) uncaring about employees having the appropriate tools to do their jobs; and who (iii) show a lack of care about the development of the workforce.
However, a close comparison of the effective and ineffective BSs resulting from our Mexican and Argentinean emic replication studies shows that most of the Argentinean effective BSs that do not appear in the set of effective BSs identified by their Mexican counterparts, are near polar opposite in meaning (and thus conversely congruent) with various BSs of ineffective managerial behaviour that emerged from the Mexican data, and vice versa. For example, while Argentineans consider it effective to show employee appreciation and create good working environments, Mexicans consider as ineffective those managers who exhibit rude and arrogant attitudes and make employees feel bad in front of others. Moreover, while Argentineans consider that effective managers should be clear in their communications, Mexicans consider managers who do not communicate important information to their employees as ineffective.
A salient difference between perceptions of effective managerial behaviour manifested in Argentina and Mexico is the emphasis that Argentineans seem to place on the role that personal and company image plays in their thinking, as illustrated in the following comments of various research participants:
"Everything is perfectly organised and clean. We also have to look 'impeccable." This is not only because we must comply with regulations. It is because he wants us to send the message [image] of cleanliness and organisation." "He is always talking about the importance of the confidentiality of the information we keep in our office. This is very important for him and the reputation of the business."
"We all must dress very professionally, not only when we go to Court but also when we are at the firm. We never know when a new client might arrive and we want to send the right image. He always emphasises this aspect and it works well." "Our uniform has to be impeccable. We use one in the morning and one in the afternoon. So you better have an extra uniform just in case something happens with the one you are wearing. We must look clean."
The similarities in perceptions of the research participants in our previous Argentinean and Mexican studies of managerial and leadership effectiveness could be attributed to factors such as similarities in national cultures and values, or the increased cross-cultural contact due to globalisation. For example, according to Hofstede's study, Argentina and Mexico are very similar on the 'uncertainty avoidance' dimension. This may explain why, for both Argentineans and Mexicans, failing to communicate important information which may lead to uncertainty is considered a sign of ineffective managerial behaviour. In addition, the cultural similarities in the 'masculinity' dimension may help explain why significant numbers of 'reward' and 'recognition' behaviours surfaced in both our utilised Argentinean and Mexican BS data sets. Hofstede's research found that to some extent the cultures of Argentina and Mexico are similar in the dimensions of 'individualism' and 'long-term orientation', but different in the dimension of 'power distance' where Hofstede found Mexicans scoring significantly higher than Argentineans. However, our findings suggest that both Argentineans and Mexicans favour a democratic leadership style over an authoritarian one. This is a noticeable finding because the literature suggests a high score on 'power distance' is associated with authoritarian leadership.
Important similarities between the Argentinean and Mexican cultures have also been highlighted by Olivas-Lujan et al. (2009) who investigated instrumental and terminal values of undergraduate students in Argentina, Mexico, Colombia, and Brazil. According to their findings the most important instrumental values in Argentina are: ambition, broadmindedness, honesty, intellect, and responsibility; whereas in Mexico they are: ambition, self-control, honesty, intellect, and responsibility. With regards to the terminal values, the Olivas-Lujan et al.'s study indicated that while in Argentina the most important values are family, security, health, inner harmony, and true friendship; for Mexicans the most important terminal values are family, security, health, inner harmony, and self-respect.
In addition to cultural factors, the similarities in the perceptions of the Argentinean and Mexican participants about managerial and leadership effectiveness could also be explained by the increased cross-cultural contact and similar processes that these countries have necessarily embraced due to globalisation. As suggested by MacNab et al. (2012) , interactions between people from different cultures may lead to the development of a new culture that integrates elements of both cultures. Moreover, Argentina and Mexico have gone through privatisation, trade liberalisation, and market deregulation resulting in Argentina joining MERCOSUR and Mexico joining NAFTA (Hill, 2001) .
As in the case of the similarities in perception about managerial and leadership effectiveness, the differences found in the perceptions of Argentineans and Mexicans about what behaviourally differentiates effective managers from ineffective ones could also be explained by cultural factors. In contrast with research that shows similarities in the culture of Argentina and Mexico, there is research that suggests that the culture of these countries may have a marked and different impact on behaviour. For example, in contrast with previous studies that have tended to group Latin American countries together, Lenartowicz and Johnson (2003) have argued that Latin America should not be regarded as culturally homogeneous. In their study, these authors explored managerial values of various Latin American countries including Argentina and Mexico. Their findings revealed significant differences between the values of Argentinean and Mexican managers. The values that differed included: ambitious, intellectual, logical, openminded, pleasure, and world at peace. Intellectual, logical, and open-minded are values that have an impact on the negotiation and decision making processes. In addition, the authors argued that variation in values could affect workplace issues such as delegating authority and responsibility, motivating employees, and compensation and reward systems. Cultural differences between Argentina and Mexico as reported by Lenartowicz and Johnson (2003) could help explain the differences in perceptions that we found in our study. Nevertheless, the researchers concluded that regardless of culture, treating others with dignity and respect, and expecting to be treated in the same way, is a hallmark of Latin American cultures.
Implications for management practice
By comparing the perceptions of Argentinean and Mexican managers and nonmanagerial employees about managerial and leadership effectiveness, our study provides a better understanding of the types of managerial behaviour that people within public and private sector organisations in certain parts of Argentina and Mexico expect their managers and/or managerial colleagues to exhibit. As suggested by Graen and Uhl-Bien (1995) , the performance of the organisation will increase when managers are able to develop quality relationships with subordinates. Alignment between the perceptions of managers and their subordinates about the behavioural indicators of perceived managerial and leadership effectiveness will likely have a positive impact on the organisation and organisational performance (Testa, 2001) . Even though our study suggests that there may be more similarities than differences between Argentinean and Mexican perceptions of effective/ineffective managerial behaviour, there may still be certain practices that Argentinean managers may not be considering when managing employees in Mexico, and practices that Mexican managers may not be addressing when managing people in Argentina.
We suggest our study could be used by HR professionals in both countries when preparing managers for international assignments in Argentina and Mexico respectively. Romero (2003) found that there is a strong correlation between appropriate management style and worker satisfaction. Therefore, reinforcing the set of managerial practices that are perceived as effective in both countries and emphasising those that may be particular to Argentina or Mexico, could lead to an improvement in the performance of Argentineans managing indigenous employees in Mexico, and Mexicans managing indigenous employees in Argentina. We suggest this is of particular importance due to the increasing commercial ties and FDI increases between the two Latin American countries.
Limitations of the study and suggestions for further research
We acknowledge two limitations to our study. The first relates to the possibility of under sampling in our empirical source studies. Even though the number of research participants deployed for the Argentinean and Mexican inquiries were appropriate for qualitative research (n=20 to 40 as recommended by Cresswell et al. (2003) , there is the possibility that more behavioural categories of effective and ineffective behaviour might have been identified with larger samples of CIT informants. Moreover, the present study compared empirical data obtained from emic replication studies conducted in just two specific cities: Cordoba, Argentina and Merida, Mexico. Therefore, our findings should not be assumed to be translatable and transferable across the whole of the two respective countries. We recommend further replication research should be conducted in other regions of Argentina and Mexico.
The second limitation relates to an imbalance in the number of male and female participants in the case of Mexico. Whereas the Argentinean study included 21 males and 21 females, the Mexican study included 12 males and 23 female respondents. Hence, the female 'voice' may have been over-represented in the Mexican BS data set. However, some writers suggest that gender may not have a significant role on leadership styles (Eagly and Johnson, 1990; Kent et al., 2010; Mohr and Wolfram, 2008; Morgan, 2004; Powell, 1990) . And although past research has indicated that females are inclined towards a democratic leadership style (Eagly and Johannesen-Schmidt, 2001 ) and are somewhat more transformational than men (Eagly et al., 2003) , there is still controversy about gender influence on leadership styles. Notwithstanding innumerable studies as well as Ibid et al's (2003) meta-analysis, some of the recurrent findings are conflicting (Smith et al., 2004) . Some writers argue that men and women have different leadership styles with women being more democratic (Book, 2000; Rosener, 1995) ; but other studies suggest organisational leadership is not influenced by gender differences or, if so, the influence is minimal (Eagly and Johannesen-Schmidt, 2001 ). Hence, another direction for future research could be to conduct 'near replication' studies that collected data from all male and all female samples of research participants in order to search for gender similarities and dissimilarities in the findings.
Finally, we recommend that more emic replication research and also other managerial behaviour studies using different methodologies or methods should be conducted in a wide range of private and public sector organisations across the two countries to verify whether or not Argentineans and Mexicans perceive managerial and leadership effectiveness in a very similar manner.
Concluding comments
Our findings suggest that managers and non-managerial employees in certain parts of Argentina and Mexico perceive effective and ineffective managerial behaviour in much the same way. This brings into question the extent to which national or societal culture determine the way that managers behave and influence their respective dominant management/leadership styles. Despite cultural differences between Argentina and Mexico as highlighted by various cross-cultural studies (e.g. Hofstede's, 1980; House et al., 2004; Lenartowicz and Johnson, 2003) , our research provides little empirical evidence in support of the notion that culture plays a significant role in determining an individual's perception of what behaviourally constitutes managerial and leadership effectiveness. Instead, our findings lend considerable support for those who theorise or believe in the existence of a universal set of managerial behavioural practices that could be effective and ineffective across countries. However, we suggest it is possible that the impact of globalisation on the evolution of national cultures overtime has led to more similarities among countries than were found by the researchers of cross cultural studies carried out many decades ago. This might help explain why the results of our present empirical study have revealed more similarities than differences about perceived managerial and leadership effectiveness. In conclusion, we hope our study will stimulate further managerial behaviour research in Argentina and Mexico, and also in other Latin American countries, in order to identify (if possible) the existence of a 'universalistic' taxonomy of perceived managerial and leadership effectiveness that could have relevance and utility across the whole of Latin America.
